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INTRODUCTION
Approximately 8.9% of the U.S. Army is made up of dual-military members. Individuals who are in dual-military marriages not only have many demanding roles, but the roles are more likely to spillover between their work and their family. Research on the work-family interface has repeatedly shown that work-family spillover can lead to both negative and positive outcomes. There has been much research that has examined work and family experiences in the military. However there have been very few studies that have examined the health and wellbeing of individuals in dual-military marital relationships. The objective of this proposal is to examine the influence of stressors and benefits related to work and family on dualmilitary marriage wellbeing. The central hypothesis of the proposed research is that individuals in dual-military marriages are exposed to unique stressors and benefits in the work and family domain. Those individuals in dual-military marriages who receive little or no support from either domain will experience both negative health and lower subjective feelings of wellbeing.
BODY
I have just begun to examine my data. Listed below are the Aims of the research protocol. In the next report, through both our quantitative and qualitative analyses I hope to provide a more in depth review related to the four aims.
Aim 1. Determine what work and family events affect dual-military marriage individuals' work and personal health and wellbeing
Aim 2. Identify groups (e.g., sex, rank) within dual-military marriages that are uniquely affected by being in a dual-military marriage and assess why these differences are present Aim 3. Examine how the Army can buffer the negative consequences of stress and how the Army can help individuals deal with stress that comes with being in a dual-military marriage.
Aim 4. Assess how Army personnel can deal with work and family stressors so they can be healthy Army enlisted personnel and officers. In the second paper (Huffman, Miley, Klinefelter, & Vargas, 2014) , we proposed that both dualcareer and dual-military personnel possess similar levels of work resources and work demands. So although the groups experience unique resources and demands, they are both equally at risk to role conflict. However, we expect that differences in the two groups would emerge on how WFC impacts important outcomes, such as job performance and family satisfaction. We hypothesized that WFC would have a more detrimental effect for dual-career couples than dual-military couples for both job performance and family satisfaction. As expected, an ANOVA showed no significant differences in WFC between groups (F(l, 254) = 0.10, p=.75, partial eta squared= .00). Difference test between two independent rs showed differences in strength for WFC-job performance relationship for dual-career (WFC-T r=-.22; WFC-S r=-.27; z=2.0) and dualmilitary (WFC-T r=.Ol; z=l.8) . Finally, the WFC-family satisfaction relationship was similar for both samples. Please see table below for analysis information. Currently we have 73 dyads (married couples). This was probably one of the bigger challenges that we have encountered. We have two data collections left. We will be focusing on obtaining more dyads in these two final data collections. Working closely with our POC' s at the next two data collection locations, we have ensured that as many current dual-military personnel as possible are in attendance for survey administration. We also updated our research support request that was sent to the posts we will be visiting to include an invitation for both members of a dual-military couple to attend. Protocols for reaching out to dual-military spouses post data collection to complete an online survey have been revised to yield more respondents. 
Demographic Data for Enrolled Subjects

CONCLUSION
Thus far we have only begun to examine our data. In our initial analyses we found some interesting findings and associated implications. In the first conference paper, the findings that women are not provided with similar support mechanisms that are afforded to men could be problematic since gender differences at work have been shown to be attributed to the management of stress (Bellman, Forster, Still, & Cooper, 2003) . If women in dual-military marriages are not offered support, they are at an additional disadvantage in the workplace when compared to men. The findings provide insight to the importance of family supportive supervisor behaviors for men indicating that when support was high the resultant wellbeing was high.
In our second conference paper, our results provide support for the contention that work-family boundaries are more flexible for dual-military couples than for dual-career couples, allowing for more work-family management. We found that although both dual-career and dual-military couples experience role conflict, the effects on job performance (but not family satisfaction) were most detrimental for dual-career couples. It could be that the resources gained from being in a dual military marriage (e.g., shared understanding of military expectations) could buffer the stressors of role conflict. Interestingly, for both groups there was a strong negative relationship between WFC and family satisfaction, suggesting that this buffering effect might not protect the family domain.
Dual-Military Marriages: Which Gender Receives the Supervisor's Support?
A dual-military marriage is defined as a "married couple in which both partners are enlisted or commissioned by the military" (Huffman & Payne, 2006) . support that is not necessarily provided to women. Based on this gendered structure and the premises of ascriptive allocation of resources (Bielby, 2000) , it is proposed that men receive more support at work compared to women and that these support mechanisms explain why gender is related to wellbeing.
Method/Results/Discussion
Participants were part of a larger study that examined the experiences of married military personnel. Inclusion criterion was dual-military marriage status (N=133). Participants completed measures of wellbeing (GHQ; Goldberg & Huxley, 1980) and FSSB (Hammer et al., 2007) . indicated that these FSSB factors mediated the relationship between gender and wellbeing.
The findings that women are not provided with similar support mechanisms that are afforded to men could be problematic since gender differences at work have been shown to be attributed to the management of stress (Bellman, Forster, Still, & Cooper, 2003) . If women in dual-military marriages are not offered support, they are at an additional disadvantage in the workplace when compared to men. The findings provide insight to the importance of family supportive supervisor behaviors for men indicating that when support was high the resultant wellbeing was high. Future studies need to examine strategies to ensure that women receive similar types of supportive behaviors. On behalf of Division 19 (Military Psychology) I want to congratulate you. The division program committee has now completed formal reviews.
I am delighted to inform you that your proposal listed above has been accepted for the 2014 convention.
Your proposal has been accepted in the Division 19 program as a POSTER, which is tentatively scheduled for Friday morning, August 8th. We had a substantial number of submissions this year and even fewer hours available to us. In order to accommodate as many submissions as possible, the vast majority of paper submissions were accepted as poster presentations. If a poster presentation is not acceptable to you, please contact me immediately.
Keep in mind that APA will determine the exact date, time, and location of the session for the APA convention. These details should be solidified during the next few months and you will receive confirmation of the presentation date and time by mail.
As first author of this submission, please pass the good news on to any co-presenters and be sure to have your presenters ready as August draws near. 
Military and Family Boundaries: How Integration Buffers Dual-Military Marriages
Dual-career families are characterized by partners who are both committed to their professional occupations (Huffman & Frevert, 2014) . Being in a dual-career family brings unique demands on each individual and on the family as a whole (Elloy & Mackie, 2002 For both groups it can be a challenge to find a balance between family and work demands, which hinders important work and family outcomes.
Job Demands-Resources model (Bakker & Demerouti, 2006) provides rationale for why dual-career marriages can potentially lead to role conflict (Elloy & Mackie, 2002) . We propose that both dual-career and dual-military personnel possess similar levels of work resources and work demands. So although the groups experience unique resources and demands, they are both equally at risk to role conflict (Hypothesis 1 ).
However, we expect that differences in the two groups would emerge on how WFC impacts important outcomes, such as job performance and family satisfaction. Boundary theory suggests that the more roles are integrated the less impact they have on role boundary violations (Ashcroft, Kreiner, & Fugate, 2000) . Dual-military couples have higher amounts of role integration than other couples (Teplitzky, 1988) and therefore the interaction between work and family leads to fewer negative outcomes. Not only does this integration provide for flexibility, but the role contrast between the two couples is minimal making the transition from work to family more manageable (Ashcroft et al., 2000) . We hypothesize that WFC would have a more detrimental effect for dual-career couples than dual-military couples for both job performance (Hypothesis 2) and family satisfaction (Hypothesis 3).
Methods/Results /Discussion
Military members who were either dual-career or dual-military were recruited from units from several Army installations. Participants (N=302) completed a survey that examined work-family conflict (Carlson, Kacmar & Williams, 2000) , family satisfaction (Carver & Jones, 1992) , and job performance (Griffen, Neal & Parker, 2007) .
As expected, an AN OVA showed no significant differences in WFC between groups (F(1, 254) = 0.10, p=.75, partial eta squared= .00) supporting hypothesis 1. Difference test between two independent rs showed differences in strength for WFC-job performance relationship for dual-career (WFC-T r=-.22; WFC-S r=-.27; z=2.0) and dual-military (WFC-T r=.Ol; WFC-S r=-.03; z=1.8) supporting hypothesis 2. The WFC-family satisfaction relationship was similar for both samples rejecting hypothesis 3.
Our results provide support for the contention that work-family boundaries are more flexible for dual-military couples than for dual-career couples, allowing for more work-family management. We found that although both dual-career and dual-military couples experience role conflict, the effects on job performance (but not family satisfaction)
were most detrimental for dual-career couples. It could be that the resources gained from being in a dual military marriage (e.g., shared understanding of military expectations)
could buffer the stressors of role conflict. Interestingly, for both groups there was a strong negative relationship between WFC and family satisfaction, suggesting that this buffering effect might not protect the family domain. 
